Although studies have examined the distribution and conditions of employer-provided work-family arrangements, we still lack a systematic investigation of how these vary for different countries and industries. Based on the European Working Conditions Survey 2010, this study examines the conditions under which firms provide family-friendly working time arrangements and what the differences are across four countries (Austria, Denmark, Italy and the UK) and four industries. The impact of employee representatives, employee involvement, manager support and female managers varies across countries and industries because of the institutional environment (prevailing family model, industrial relations) and workforce composition (gender). The impact of employee representatives depends on their co-determination rights, and the direction of their effect on the prevailing family model (e.g. negative in conservative countries such as Austria) and the gender composition of the workforce (negative in male-dominated production, but positive in services). Employee involvement in the work organization is significantly positive in Austria and Denmark (both with co-operative industrial relations), while manager support has the strongest effect in the UK (liberal regime). At the industry level, female supervisors are positively associated with family-friendly working time arrangements only in the male-dominated production industry. These findings suggest that the effects of agency variables and their direction vary depending on the institutional context.
Introduction
In line with the social investment paradigm (Esping-Andersen et al. 2002; Morel et al. 2012) , family policy addresses the reconciliation of work and family life. The focus of the debate has been mainly on public family policies, but family-friendly working conditions depend largely on firm-level policies (similarly, see Evans 2002) . Family-friendly working time arrangements increase work/family reconciliation and are an instrument to extend female employment rates and increase financial resources for households with children (Wood et al. 2003) . 1 Patterns of work/family reconciliation differ across firms or industries, because legislation imposes only minimum standards. The provision of and access to work-family policies often depend on the employer or manager and on collective negotiations. Not all flexible working time arrangements facilitate the combination of work and family life. This article refers to employee-friendly working time arrangements (e.g. the possibility to take hours off for family reasons) and not to employer-friendly working time flexibility (e.g. shift work) (for details, see Chung and Tijdens 2013; Gregory and Milner 2009) .
Although studies have examined the distribution and conditions of workfamily arrangements, we still lack a systematic investigation of how these vary for different countries and industries. Therefore, this article contributes to the literature by answering first, under what conditions employees have access to firm-level family-friendly policies, and second, what differences exist across countries and industries. The majority of studies focus either on single countries (Budd and Mumford 2004; Heywood and Jirjahn 2009; Ravenswood and Markey 2011; Rigby and O'Brien-Smith 2010; Wood et al. 2003) or analyze a large number of countries and industries together (Chung 2008 (Chung , 2009 Den Dulk et al. 2012; Evans 2002) . In the first case, we cannot know whether the results hold true for other countries, and in the second case, we only know the average effect estimated for all countries. Studies across countries are well advised to stress country differences and not just their similarities and average effects (Mahoney and Goertz 2006) . Not all conditions for firm-level family policies are necessarily the same in all countries and industries; instead, some depend on the institutional environment specific to each country and industry, such as the system of industrial relations, and on the composition of the industry's workforce (e.g. gender and skill level) (for a similar argument, see Berg et al. 2004) . Several authors argue that occupational welfare is conditioned by the institutional context (Den Dulk et al. 2012; Seeleib-Kaiser and Fleckenstein 2009 ; for occupational pensions, see Ebbinghaus 2011) . It is important to know whether factors that facilitate family-friendly working time arrangements differ across countries and industries, because this can help reveal tailored strategies for advancing family-friendly workplaces. Whether, for example, the existence of employee representatives or female managers increases the access to family-friendly working time arrangements in one country or industry only but not in the others has implications for future family policies. Here, we analyze Austria, Denmark, Italy and the UK because they show important differences in welfare and family policies, working times and industrial relations systems, which may explain differences in the provision of family-friendly working time arrangements. At the industry level, production, high-value services, accommodation and trading activities, and public administration account for differences in the workforce regarding gender composition and flexibility requirements. Due to institutional variety in our countries and industries, we expect to find differences in firm-provided family-friendly working time arrangements.
Complementing studies based on company surveys, we reassess previous findings with regard to the conditions of family-friendly working time arrangements and focus on their access at the individual level. This is important because firms might provide arrangements only to certain employees. The European Working Conditions Survey 2010 (EWCS) (the fifth such survey) from the European Foundation for the Improvement of Living and Working Conditions (Eurofound 2010a ) examines flexitime and the option to take hours off for family reasons. Furthermore, in contrast to most company surveys, which cover only larger firms with at least ten employees, the EWCS also captures micro firms.
The following section reviews the main factors associated with firm-level family policy including country and industry variation. Then, we present the data, variables and methods. Lastly, descriptive results offer an insight into the access to various time arrangements by country and industry. Based on logistic regressions, the fifth section analyses factors associated with familyfriendly working time arrangements, and whether they vary across countries and industries.
Explaining Family-friendly Working Time Arrangements Set at Firm Level
Structural factors and agency
This article defines family-friendly working time policies as arrangements that support employees in combining work and family life. Following the literature (Chung 2009; Seeleib-Kaiser and Fleckenstein 2009) , we refer to structural factors and agency to derive hypotheses. The article focuses especially on agency variables with regard to country and industry differences.
With regard to structural factors, previous studies assume that the skill composition of the workforce is important in determining employers' social policy preferences (Estevez-Abe et al. 2001; Iversen 2005) , distinguishing among employees with high general, specific and low general skills. Similar to the arguments developed for public social policies, employers might offer additional benefits, such as familyfriendly working time arrangements, to motivate and reward employees who invest in firm-specific skills. Employees with firm-specific skills are faced with higher (long-term) unemployment risks because it is difficult to find a new job that requires the same firm-specific skills. In contrast, one could argue that family benefits target female employees and not specifically qualified employees who are mainly male. Due to their firm-specific skills, they are already committed to the firm. The portability of general skills could be one reason why employers offer work-family arrangements. Employees with high general skills are very important for firms, so workplace benefits are helpful instruments to attract and keep them in competition with other firms. In addition, employees with high general skills such as professional staff are in a powerful position to ask for additional benefits (Evans 2002; Ravenswood and Markey 2011; Wood et al. 2003) . In sum, we expect employers to provide family-friendly working time arrangements more often to employees with high general skills and less often to employees with specific and low general skills (Hypothesis 1).
The size of a firm is considered as a further explanation for employerprovided welfare (Bridgen and Meyer 2005; Den Dulk et al. 2012; Evans 2002; Mares 2001) . Owing to economies of scale, large firms with substantial professional human resource departments are more likely to provide family-friendly workplace policies (Hypothesis 2).
Actors and their interests and choices also influence work-family policies. Employees, their representatives, and trade unions can influence the introduction and provision of workplace family policies in bargaining agreements (Berg et al. 2014; Seeleib-Kaiser and Fleckenstein 2009) . Therefore, we can expect more family-friendly workplace policies in firms and industries with strong trade unions or where employee representatives are able to negotiate favourable conditions for employees (Budd and Mumford 2004; Gregory and Milner 2009; Ravenswood and Markey 2011) (Hypothesis 3a) . Beyond establishing family-friendly working time arrangements, employee representatives can inform employees about existing policies and agreements (Budd and Mumford 2004) . However, the access to and awareness of such policies and agreements by employees does not necessarily depend only on employee representatives. More generally, in some firms employees can directly participate in improving their working conditions when they have jobs with discretion or when the employer considers their ideas and suggestions for management decisions, resulting in an enhanced awareness of employees' needs (Wood et al. 2003) . When employees are regularly involved in the organization of work and processes of the firm, and when they actively participate in improvements, they can attempt to implement family-friendly work arrangements that are in their own interests (Hypothesis 3b).
Work-life balance policies can be in the interest of both employees and employers (Rigby and O'Brien-Smith 2010) . A business case is a factor when benefits for the employer outweigh the costs, resulting in better employee performances, less brain drain and a higher reputation (Den Dulk 2001; Den Dulk et al. 2012; European Commission 2009) . For employers, the most important motives for providing family-friendly working time arrangements lie in the recruitment and retention of qualified employees (Budd and Mumford 2004; Evans 2002; Wood et al. 2003) . Furthermore, managers (for business reasons) might take care of their employees' needs and concerns, including those that involve work/family balance. Supporting managers who inform, consult and respect their employees are more likely to introduce family-friendly working time arrangements (Wood et al. 2003 ) (Hypothesis 4).
Lastly, high percentages of female employees and female supervisors are considered to have a positive effect Wood et al. 2003) . In terms of female managers, the findings are ambiguous (for an overview, see . From a theoretical point of view, one could argue that female managers share the needs and concerns of female employees and parents trying to combine work and family life (Hypothesis 5).
Differences across countries
The relationship of some of the mentioned factors with family-friendly working time arrangements is not necessarily the same in all countries (similarly, see Berg et al. 2004) . Based on the institutional context and industrial relations, the effect of agency variables and their direction are likely to vary by country. Studies in the tradition of comparative capitalism (Amable 2003; Hall and Soskice 2001; Hancké et al. 2007 ) argue that capitalist economies are shaped by different institutional environments and mechanisms of coordination. In countries with strategic and non-market coordination mechanisms (represented by Austria and Denmark), trade unions, high collective bargaining rates and employee representatives play a crucial role in promoting co-operative industrial relations (for collective bargaining coverage and rights of employee representatives for all four countries, see Visser 2013) . They are part of the social-democratic (Denmark) or conservative (Austria) welfare regime (for welfare regimes, see Bonoli 1997; Ferrera 1996) with high support for the dual-earner model, exhibiting work/family reconciliation in the former and high male breadwinner support in the latter (Den Dulk et al. 2012; Mischke 2011) . Austria as a transitional working time regime (Figart and Mutari 2000) shows medium levels of gender equity. Also, employer-friendly flexibility is more prevalent than employee-friendly working time arrangements (Chung and Tijdens 2013) . As a forerunner in family-friendly employment policies, Denmark represents a solidaristic gender equity regime that supports the dual earner model with more employeefriendly working time arrangements (Chung and Tijdens 2013; Figart and Mutari 2000) .
Liberal countries such as the UK are characterized by market-based coordination mechanisms with weak trade unions, low collective bargaining levels and employee representatives with limited rights. Family issues are viewed primarily as a private responsibility in liberal welfare regimes, and public support for dual earners is rather low (Mischke 2011) . Compared with Denmark, the UK is a liberal flexibilization regime that shows a lower level of gender equity. Employer-friendly working time arrangements are common (Chung and Tijdens 2013; Figart and Mutari 2000) . In Italy, which represents a Mediterranean welfare and male breadwinner regime (Figart and Mutari 2000) , collective bargaining coverage is high, but employee representatives are weak. Public support for the dual earner model is moderate because of financial constraints (Mischke 2011) , and the levels of gender equity and working time flexibility for both employers and employees are low (Chung and Tijdens 2013; Figart and Mutari 2000) .
These structural differences, together with disparities in the level of the historical development of family-friendly policies (with Denmark as a forerunner and Italy and Austria as laggards), have implications for both the scope and some conditions of firm-provided family-friendly working time arrangements. The institutional context creates a normative climate in which firm-level family policies conform to public family policies and societal norms (Den Dulk et al. 2012 ).
Although we test the relation of several factors with family-friendly working time arrangements, (theoretical) support for country variations are evident only for some of them. We expect that the role of employee representatives, manager support and employee involvement vary among countries for the following reasons. Although employee representatives are equipped with co-determination rights in Austria, we do not expect a strong positive effect on work-family policies because the prevailing male breadwinner model is the ideal family form in conservative countries. This would be in line with the general argument of Ravenswood and Markey (2011) that family-friendly policy is not seen as relevant for unions in male-dominated environments (or with men as the dominant breadwinners in our case). In contrast, the strong employee representation in familyfriendly Denmark should have a positive impact because it can effectively improve the combination of work and family life within the context of widely accepted working mothers and fathers. The weak employee representation in Italy, embedded in a Mediterranean environment with men as the dominating breadwinner, is probably less suited to promote family-friendly working time arrangements. We also expect that employee representatives' limited rights in the UK (Visser 2013) mean they will have no significant effect. From this derives a more important role for the employer and manager in the UK, because decisions are made mainly at the firm level at the discretion of the employer (similarly for liberal welfare states such as the USA and Australia, see Berg et al. 2004) . The familyfriendly climate in Denmark and the support of the dual earner model can also affect employers. Normative pressure could produce conformity (DiMaggio and Powell 1983) resulting in a similar positive effect of managers on family-friendly working times in line with societal beliefs about work/family reconciliation. We do not expect that managers contribute to work/family reconciliation in Austria and Italy, because of the dominance of the male breadwinner model in those countries. With regard to the individual involvement of employees, the positive effect should be stronger in Austria and Denmark compared with Italy and the UK, because the industrial relation systems and management-employee relations are more co-operative and coordinated in the former countries, resulting in employers who recognize and appreciate employee participation avoiding conflicts.
Differences across industries
Irrespective of their country of location, industries matter when considering variations in work/family policies and can be even more important than (welfare) state characteristics (Den Dulk et al. 2012) . Industry-specific circumstances such as the composition of the workforce and flexibility requirements -the situational perspective (Wood et al. 2003 ) -affect family-friendly practices and can result in different effects for agency variables such as employee representatives and managers. The production industry, with many specifically qualified employees, shows a low operational flexibility (for flexibility profiles, see Eurofound 2010b). In contrast SOCIAL POLICY & ADMINISTRATION, VOL. 51, NO. 7, DECEMBER 2017 to other industries, male employees -who account for more than twothirds of the workforce -are dominant and the number of female managers is very low (for the workforce composition of all industries, see Appendix table A2). As a role model for gender equality, the public sector (Den Dulk et al. 2012 ) is considered to be more family-friendly than the private sector (European Commission 2009). Public administration exhibits average levels of various forms of working time flexibility, and when compared with the private sector, trade unions are stronger and employee representatives are more common.
Among private services that require more flexibility from employees than the production industry (European Commission 2009), this article analyses high-value services such as the financial industry, which has very high operational working time flexibility and a high share of female employees. Firms in accommodation and trading activities also offer high flexibility, but mainly to cope with long opening hours. In addition, most of their employees possess low general skills. The share from small firms and part-time employees is very high, and employee representatives are not very common.
Similar to the country level, arguments and literature support variation among industries especially for the role of employee representatives, manager support and female managers (Berg et al. 2004 ). We expect a positive effect for employee representatives in all industries except production. Although employee representatives are usually common in the production industry, which has many large firms, we expect them to represent mainly the interests of male employees, because women are in the minority, and therefore demands for family-friendly working conditions are weak (Ravenswood and Markey 2011) . In terms of manager support, we expect a negative or at least no significant positive relation for manager support in high-value services such as financing. Based on findings of Den Dulk et al. (2011) for the financial sector, it is very likely that the performance of a department and operational needs are threatened by the disruptiveness of work-life balance policy in this sector. In contrast, female managers probably exert a particularly positive influence in the production industry, where they are not common. Where female managers exist in a male-dominated environment, they both make a difference and (also) recognize the interests of women and parents and the importance of 'female' topics such as work/family reconciliation. We lack (theoretical) support for country and industry variation of other factors (e.g. skills and firm size), but for the sake of completeness we also test their variation.
Empirical Strategy and Measures

Data
The analyses presented here are based on the EWCS (Eurofound 2010a) . The cross-sectional dataset -carried out every five years with partly varying questions -provides representative information on the quality of work in 34 countries with, for 2010, 43,800 observations. Individuals aged 15 or over (16 or over in Spain, the UK and Norway) who are employed were interviewed face to face based on a random sampling design. The questionnaire allows studying family-friendly working time arrangements together with individual and firm-level characteristics. Because this article is interested in family-friendly working time arrangements for employees provided by firms, self-employed respondents, who have much more control over their working hours, are excluded from the analyses.
We tested the conditions for family-friendly working time arrangements for theoretically selected different institutional contexts. All regressions were run separately for each country and industry (for sample statistics, see Appendix tables A1 and A2). Austria (n = 819), Denmark (n = 958), Italy (n = 1,102) and the UK (n = 1,333) represent different welfare regimes, industrial relations systems and working time regimes as described earlier.
The number of cases for industries does not allow running our models separately for each industry within any single country (e.g. production in Austria). For this reason, we include the EU-15 countries for the industry-models and control for countries, allowing the analysis of industries without country effects.
2 We merged the industries based on NACE Rev. 2 to increase the number of observations, resulting in: production with 2,663 observations (mining, manufacturing, electricity and water supply), high-value services with 1,494 observations (financial, real estate and professional activities), accommodation and trading activities with 3,746 observations (wholesale, retail, accommodation and food services) and public administration with 1,334 observations. These four industries cover different workforce compositions, as shown above, and account for the public and private sectors as well as the industrial and service sectors.
Dependent variables
The two dependent variables are flexitime and taking hours off. Here, flexitime applies when employees are responsible for determining their working hours, either entirely or within certain limits, by themselves. The determination of working hours by employees or flexitime results in higher working time sovereignty, thus enabling work-life balance (Possenriede and Plantenga 2014; Russell et al. 2009 ). The variable taking hours off is operationalized as an arrangement to take an hour or two off during working hours to take care of personal or family matters. It is coded as 1 when it is not or not too difficult and as 0 when it is somewhat or very difficult. This variable measures working time flexibility during work, which is important for work/family reconciliation in the case of unforeseeable family matters.
Independent variables
In line with the theoretical considerations and previous studies, we consider independent variables measuring structural factors and agency. In terms of agency, the existence of an employee representative (dichotomous) and employee involvement in improving the work organization or work processes of the department or organization (answers ranging from 1 always to 5 never) are included as proxies for organized labour and employee involvement. Regarding manager support, individuals were asked if their manager helps and supports them (answers ranging from 1 always to 5 never). The question, 'Is your immediate boss a man or woman?' measures whether a supervisor is female.
The variable 'employee skills' was constructed according to the international classification systems for occupation (ISCO-08). Employees are equipped either with high general (managers, technicians and associate professionals), specific (craft workers or machine operators, and assemblers) or low general skills (clerical support, service workers and elementary occupations) (similarly, see Estevez-Abe et al. 2001; Seeleib-Kaiser et al. 2012) . The size of the firm is included in five categories (1-9, 10-49, 50-99, 100-499, and 500+ employees). For the country-level regressions, nine dummy variables measure industries (based on NACE Rev. 2), and the industry-level regressions control for 15 countries.
Gender, age, children aged 0-5 in the household, and part-time work (≤ 34 working hours per week) control for individual characteristics. Net income (earnings from the main job) is measured with four categories constructed separately for each country and industry to account for differences in prices and purchasing power.
Method
This article first shows descriptively the unequal distribution of familyfriendly working time arrangements (flexitime and taking hours off) across countries and industries. Then it describes the logistic regression models applied separately for each country, industry, and outcome variable to identify factors associated with family-friendly working time arrangements. Dependent variables are dichotomized to run binary logistic regression models, because they are less complex and more intuitive to interpret compared with ordered logit models. The results are reported as average marginal effects showing the direction of associations and standardized effect sizes in percentages (Mood 2010) . In terms of multicollinearity, the variance inflation factor is below five for all variables in all models, and therefore much below critical values greater than ten that would signal collinearity problems. The study uses two pooled models, one with all four countries and one with all four industries, along with a full interactions test to identify significant differences of the conditions across countries and industries, respectively (available from the author upon request). Table 2 (results by country) also shows the results for a model with all 34 country of the dataset and table 3 (results by industry) also shows the results for a model with all industries to ease the interpretation of country/industry differences.
Prevalence of Family-friendly Working Time Arrangements in Four Countries and Four Industries
The public working time legislation grants parents with children in Austria the right to request part-time work (only in firms with more than 20 employees) and two weeks paid leave per year to care for ill children (Rille-Pfeiffer and Dearing 2014). In Italy and the UK, employees can apply for reduced working hours, but employers can refuse it for serious business reasons. In addition, in the UK and Italy, employees can take time off (unpaid) to address dependant emergencies, such as to go the doctor if a child falls ill (Addabbo et al. 2014; O'Brien et al. 2014) . Due to these minimum standards (that mainly concern part-time or permanent reduced work or emergency situations), there is room to manoeuvre at the firm level and for (collective) agreements to set family-friendly working time arrangements. In Denmark, for example, the right to take a day off (paid) to care for a sick child is included in most of the working contracts and collective agreements (Bloksgaard and Rostgaard 2014) .
Denmark ranks first on both measures of family-friendly working time arrangements (see table 1 ). In detail, almost half the employees in Denmark can use flexitime compared with only 31 per cent in Austria, 22 per cent in the UK and 17 per cent in Italy. The possibility to take one or two hours off to take care of family matter is lowest in Austria (70 per cent), followed by the UK and Italy (each 74 per cent). In contrast, employees benefit from this firm-level family policy much more in Denmark (82 per cent).
At the industry level, public administration and high-value services show the highest levels of family-friendly working time arrangements and accommodation and retail show the lowest (see table 1 ). In the financial and real estate industry, 45 per cent of employees can use flexitime, followed by public administration (33 per cent), and production (27 per cent). Only 62 per cent of employees in accommodation and retail and wholesale have the possibility to take hours off for family reasons compared with 77 per cent in public administration and 75 per cent in high-value services. 
The Determinants of Family-friendly Working Time Arrangements
Countries
In line with hypothesis 1, employee skills are important for the setting of working time arrangements and partially for the possibility to take hours off (see table 2 ). Employees with low general and specific skills have less discretion over their working hours (flexitime) than employees with high general skills. Employees with specific skills are also less likely to take hours off compared to employees with general skills in Denmark and Britain. In line with Seeleib-Kaiser and Fleckenstein (2009) , who looked at the availability of firm-level family polices, employers offer family-friendly working time arrangements to employees to attract and retain those with general skills rather than to motivate investments in specific skills. Firm size is, if at all, not linearly associated with family-friendly working time arrangements rejecting hypothesis 2. Although very large firms with more than 500 employees in Austria and Denmark have a strong positive effect on flexitime, they are negatively related to taking hours off in the UK. Contradicting previous studies (e.g. Budd and Mumford 2004; Den Dulk et al. 2012) , this results from the integration of very small firms in the EWCS, whereas in most of the other company surveys and data only firms with at least ten or even 100 employees are included. In very small firms, contacts between employer and employee(s) are sometimes familiar and intense, and the employer can directly determine whether family-friendly arrangements fit both the employer and the employee. Furthermore, work-life balance offered by small firms can be a competitive advantage compared with large firms that offer higher salaries.
Analyzed across countries, employee representatives do not have significant positive associations with family-friendly working time arrangements, rejecting hypothesis 3a. Although organized labour has a positive effect on the provision of employer-provided family policies in the article of SeeleibKaiser and Fleckenstein (2009) , the results are in line with the study of Den Dulk et al. (2012) , where the degree of unionization is negatively associated with flexible work arrangements, and with the study of Budd and Mumford (2004) , where trade unions have a significant negative relationship with flexible working hours. Our findings in regard to individual data and the role of employee representatives complement these studies. Our expectations regarding country differences are confirmed for all four countries except Denmark. Employee representatives are negatively associated with flexitime in Denmark and taking hours off in Austria (the negative effect in both cases is much stronger compared with the 34-country model). The results are not significant for Italy and the UK. In the pooled model with country interactions, employee representatives in Denmark (for flexitime) and Austria (for taking hours off) have a negative and significant different effect compared with Italy. The somewhat unexpected result for Denmark may be because employee representatives often represent different unions. A lack of consensus between different unions or employees at the firm level with regard .280
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to flexible working time arrangements may hamper firm-level agreements (Ilsøe 2012) . A coalition problem among employees arises, because often only some employees would profit from flexitime. In contrast to the other three countries, works councils in Austria might be sceptical about flexible working time arrangements, associating them only with employer-friendly working times. In a regularly conducted survey of employee representatives in Austria, only 12 per cent reported that they dealt with family-friendly working conditions in the last 12 months of 2010 and only 10 per cent with employee requests for flexible working hours (Gerhartinger et al. 2010) . Among 21 topics, they are ranked 18th and 19th, respectively. Furthermore, company agreements about family-friendly working conditions exist in only 7 per cent of Austrian firms with employee representatives, the lowest number among the 21 topics (Braun and Specht 2009) . In contrast to organized labour and in line with hypothesis 3b, employees are more likely to work in family-friendly workplaces when they are involved in improving the work organization or processes. The results are positive and significant for all four countries for flexitime and also for Austria and Denmark for taking hours off, confirming our expectation about country differences. Even when employees participate in the improvement of the work organisation in Italy and the UK, participation does not increase their probability of taking hours off for family reasons. It seems that the work environment in Austrian and Danish firms, which is in line with their strong social partnerships and cooperative management-employee relations, is more likely to take employees' concerns into account. The pooled model with full interactions confirms the country differences.
Manager support does not increase flexible working time arrangements, except for the very strong support in Denmark. Nevertheless, hypothesis 4 is partly confirmed. Employees with strong manager support or help have significantly better possibilities to take hours off, especially in Denmark and the UK. In Denmark, both employee involvement and manager support are positively related to family-friendly working time arrangements due to the dominant dual earner model. Although manager support does not promote the use of flexitime in the UK, employees' chances to profit from the possibility to take hours off are 32 per cent higher in firms where they always receive support by their manager compared with firms without manager support, 22 per cent when they receive support most of the time and 14 per cent when they receive support sometimes. This indicates a strong reliance of employees on the manager for taking hours off in the UK. British managers may use it for motivation or strategy reasons.
Industries
Similar to the country analyses and in line with hypothesis 1, employees with high general skills have the most discretion over their working hours and are more likely to have the possibility to take hours off in all industries (see table 3 ). The results of the models by industry also confirm the ambiguous effect of firm size from the country analyses. Employee representatives are negatively associated with both measures of family-friendly working time arrangements only in the production industry. In contrast, employee representatives have a positive effect on flexitime in high-value services and public administration. This quantitative finding confirms the case study of Ravenswood and Markey (2011) . In the male-dominated production industry, employee representatives mainly act on behalf of male employees, for whom work-life balance might be perceived as a women's issue and is therefore not a priority compared with other topics. In high-value services and the public administration, employee representatives are faced with much higher levels of female employees for whom work/family reconciliation matters.
If managers in high-value services regularly support their employees, the latter are less likely to have flexitime. Manager support seems not to facilitate work/family reconciliation, but rather other aspects, perhaps because many employees (45 per cent) can already make use of flexitime. According to Den Dulk et al. (2011) , managers in the financial sector with long working hours do not exactly act as role models and their considerations about work-life balance are restricted by disruption concerns. In contrast, employees receiving managerial support always or most of the time are more likely to profit from the possibility to take hours off in production, public administration, and accommodation and trading.
Having a female supervisor significantly increases only the use of flexitime in the production industry. If a woman is in a managerial position within an otherwise male-dominated environment, she improves work/family reconciliation thanks to her higher awareness of parents' needs and concerns. A possible reason for the negative effect of female supervisors for flexitime in accommodation and trading could be that female managers in this industry are more junior than senior managers and that they lack the power to influence work/family policies (Milliken et al. 1998) . It could also be that those with female managers are more in low-wage jobs. To our knowledge, there are no good reasons to justify industry variation for employee involvement. In fact, we find a linear positive relation for employee involvement in improving the work organization with family-friendly working time arrangements in all industries.
Conclusion
Family policy is a core element of the social investment paradigm. However, attention has been paid mainly to public family policies and differences between countries. It is necessary to also consider workplace-driven family policies to capture the overall extent of work/family reconciliation. In this sense, family-friendly working time arrangements are an important supplement to public family policies.
This study used data from the EWCS to analyze the conditions for family-friendly working time arrangements and their variances across countries and industries due to different institutional environments. The descriptive statistics showed that the share of employees who entirely or partly set their working hours by themselves (flexitime) and for whom arranging to take hours off to take care of family matters is rated either not difficult at all or not difficult is highest in Denmark, public administration and financing.
With regard to the conditions for family-friendly working time arrangements, several logit models tested hypotheses for structural factors and agency derived from previous studies. The results confirmed hypothesis 1 (skills), but not hypothesis 2 (firm size). Firms use work-family arrangements to attract and retain employees with high general and -at lower levels -low general skills in competitive labour markets, rather than to motivate investments in firm-specific skills. In general, larger firms do not provide more family-friendly working time arrangements than small firms. The findings of Budd and Mumford (2004 ), Den Dulk et al. (2012 ), and Seeleib-Kaiser and Fleckenstein (2009 , who focused mainly on the provision of firm-level family policies and companies with more than ten employees, do not hold true when small firms are included. In some cases, employees benefit especially in very small firms from family-friendly working time arrangements due to intense relations with the employer and a more familiar atmosphere.
Although skills show a similar relation with family-friendly working time arrangements in all countries and industries (and firm size a very ambiguous relation), different institutional environments reflect varying relations for employee representatives (and partly employee involvement), manager support and female supervisors. Hypothesis 3a, concerning the positive effect of employee representatives, is partly rejected. As expected, employee representatives are significantly associated with family-friendly working time arrangements in Austria and Denmark, but not in Italy and the UK, because they only have co-determination rights in the first two countries. Their effect is negative in Austria due to the prevailing male breadwinner model in a conservative country and -unexpectedly -also negative in Denmark, probably because of different unions' presence within firms and coalitional problems. The lacking or weak association of employee representatives with family-friendly working time arrangements in Italy and the UK is testimony to the extent to which their influence on firm policies has declined in recent years. It could also be the case that employers are not willing to engage meaningfully with (weak) employee representatives on this topic and that employers' obstruction prevents a positive effect. Therefore, there is a need for further research to explain whether the lacking or weak effect of employee representatives is due to employers' intransigence or to failings of employee representatives. In contrast to the institutionalized power of employees, their direct involvement in improving the work organization has a positive effect for both measures only in Austria and Denmark, where a strong social partnership and co-operative management-employee relations characterize the work environment.
With regard to industry differences, employee representatives have negative effects only in production, but their effects are partly positive in other industries. Employee representatives in the production industry may give priority to traditional bargaining areas such as wages, and be insensitive to 'female' areas such as gender and family issues (Berg et al. 2014) as they act on behalf of mainly male employees. In contrast, in the public and private services where there are more female employees, their representatives defend parents' interests.
We found only partial support for hypothesis 4. High manager support also increases the use of family-friendly working time arrangements in Denmark thanks to the prevailing and accepted dual earner model in contrast, for example, to Austria. Manager support is the strongest condition for taking hours off in the UK and (without positive effects for employee representatives and employee participation) indicates a strong reliance of employees on the employer, typical for a liberal country.
Evidence for hypothesis 5 is very weak. Female supervisors improve the combination of work and family life only in the production industry, whereas no such effect exists for the other industries and countries. They may share the needs and concerns of female employees, providing an effect that is particularly noticeable in an otherwise male-dominated environment. The main lesson from the variation across countries and industries is that the relation of employee representatives (and partly employee involvement), manager support and female supervisors with family-friendly working time arrangements is not the same for all countries and industries. Strong employee representative alone, for example, are not a guarantee for work-life balance policies. The relation depends not only on their power, but also on the institutional environment such as, for example, prevailing norms about work-family reconciliation and working mothers. Future research should consider this.
As its main limitation, this article applies only to family-friendly working time arrangements and not to other firm-level family policies, because measures such as extra-statutory leave programmes or employer-provided childcare are not included in the EWCS. Future research may apply our design and test the findings for other firm-level family practices. Although we show associations of certain conditions with family-friendly working time arrangements, qualitative and longitudinal studies could complement our findings with detailed insights and causal mechanisms for the establishment and promotion of family policies within firms in varying institutional contexts.
In addition to the mere provision of family-friendly workplace practices, their usage and awareness of all and not only some groups of employees calls for further attention and research. In terms of equality of men and women, and to increase the reconciliation of work and family life, we need more efforts to reduce variations across countries at European level and across industries at the country level. 
